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ABSTRACT
ASSESSMENT OF DISCREPANCIES BETWEEN RESIDENTIAL EMPLOYEES' 
WORK VALUES AND PROGRAM DIRECTORS'
PERCEPTIONS OF RESIDENTIAL EMPLOYEES’ WORK VALUES
by
Trinetia Respress
This study assessed discrepancies between residential employees’ work values and 
program directors’ perceptions of the residential employees’ work values. Additionally, 
work values of residential employees were analyzed to identify variations when 
considering gender, age, educational level, length of service, job classification, and 
current position. The study was undertaken to assist in developing a clearer 
understanding of the work values of residential employees for the purpose of enhancing 
administrator-associate relationships and to determine factors in the work setting that 
might contribute to longevity and more productive, satisfied, motivated employees.
Data for the study were gathered from 172 program directors and residential employees in 
the First Tennessee District by the use of Donald Super’s (1970) Work Values Inventory 
and Demographic Information Questionnaire. Analysis of the data included t-test, 
Analysis of Variance (ANOVA), andTukey’s Post-hoc Analysis.
There were eight major findings. Residential employees scored higher on the work 
values creativity, esthetics, and surroundings than program directors perceived they 
would score. Over 55 age group valued economic returns, independence, intellectual 
stimulation, and security less than other age groups. No significant differences were 
found to exist when considering gender or length of service of residential employees. 
Residential employees with less education placed less value on intellectual stimulation 
than employees with more education. Residential employees with high school diplomas 
placed more significance on surroundings than bachelor degree employees. Full-time 
residential employees placed greater merit on independence and intellectual stimulation 
than part-time employees. Shift workers placed more merit on economic returns, 
intellectual stimulation, and security than houseparents.
Recommendations were made for program directors for the following work values: way 
of life, esthetics, surroundings, creativity, economic returns, achievement, altruism, 
supervisory relations, and intellectual stimulation. Recommendations were also made for 
future studies on older residential employees, adolescents’ perceptions of quality of 
services received, and the work environment of residential facilities.
iii
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CHAPTER 1
INTRODUCTION
Feigelman (1990) stated today’s children are growing up in an unstable and 
threatening environment in which earlier sources of support have eroded. They 
live in a permissive culture that exposes them from an early age to drugs, sex, 
alcohol, and violence. The increasing divorce rate, the entry of many mothers into 
the full time work force, high rates of mobility, and the declining importance of 
the extended family all contribute to a decline in support and guidance (p. 174).
According to the Child Welfare League of America (1982), an increasing number
of children are in need of treatment because of emotional and behavioral difficulties
disruptive to life in a family or community. Their behaviors prevent them from
remaining at home and custody is being assumed by the child welfare system. Some of
these children pose problems for social service agencies. It is now common to hear and
read about violent, hardcore, repetitive, and vicious youthful offenders in the public
media and among professionals in the juvenile justice system (Eisikovitz & Kashti,
1987). Special skills are required to work with acting-out adolescents, and special
facilities may be needed to provide appropriate care and treatment for them.
Residential facilities are meant to provide adolescents with safety by producing a 
structured and nurturing environment. However, residential employees are frequently 
unprepared for the task of providing a safe and nurturing environment. They are often 
employed after one interview with only one person and many are assigned full duty the 
following day. This lack of preparation could often lead to stress and premature burnout 
that in turn could result in abuse (Daly & Dowd, 1992). In order to reduce such abuse,
1
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adolescents deserve residential employees who value them as individuals. They need to 
know that the treatment program will help them resolve critical issues. Therefore, it is 
important that administrators employ residential employees who are genuinely concerned 
about the well-being o f adolescents. The very nature of the adolescents problems requires 
employees who care about them. For administrators to produce caring employees, they 
must create a caring work environment. One way this can be achieved is by 
understanding the work values of residential employees. Boxx, Odom, and Dunn (1991) 
assert values held by residential employees will eventually affect the way adolescents are 
perceived and treated, the way each residential employee’s work performance is viewed 
and rewarded, and the way the future is perceived and managed.
According to Albrecht (1978), an important distinction must be drawn between 
organizational objectives and personal, private, life-supporting objectives of an individual 
employee. Albrecht states that the question to ask is "Why would employees want to 
work in an organization if they could not conceive of receiving any personal benefit from 
doing so”(p. 50)? Employees surely would not want to work for an organization if they 
received no money, did not find the work interesting or challenging, received nothing in 
the way of friendship or social status from their peers, or found the environment 
physically uncomfortable or unsafe. According to Hertzberg, there are certain elements 
that cause satisfaction (satisfiers) and dissatisfaction (dissatisfiers). Satisfiers were 
elements such as achievement, recognition, responsibility, work itself, advancement, and 
growth. Dissatisfiers were elements such as company policy and administration, 
supervision, work conditions, relationships with peers, personal life, relationships with
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
3subordinates status and security. According to this theory, human needs constitute the 
main driving force behind the employee’s behavior in organizational settings (Hoy & 
Miskel, 1991).
Albrecht (1978) contended that organizations must move away from the 
mechanical models of human behavior and they must move toward an "ecological" model 
of the organization. An ecological model is based on the following premises:
1. Administrators should place a strong focus on the human routine itself.
2. Administrators should recognize radical changes in the nature of many 
jobs and revolutionary changes in the attitudes of workers toward their 
work.
3. Administrators become increasingly people-centered rather than work- 
centered.
4. Administrators should strive to win employees commitment rather than to 
legislate behavior.
5. Administrators should recognize that a motivating factor for one employee 
may be utterly uninteresting to another.
6. Administrators should treat employees as individuals rather than as a mass 
of statistical creatures working together (Albrecht, 1978).
The successful implementation of this ecological model requires that administrators 
become familiar with what their employees value.
According to Webster’s New World Dictionary (1990) the term value was 
defined as the "that quality of a thing that makes it more or less desirable." Values are
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
4important because they help shape human behavior. They tell us what a person wants 
from life, from work, and from the various roles that one plays in life (Harrington & 
Harrington, 1989). Hales and Waggoner (1985) suggest that the values of an individual 
are central to his or her personality and behavior. Values affect reasoning, learning, 
aspirations, and interests. The extension of the values of an employee into the world of 
work can be expected to influence his or her perceptions, reaction to stressors, level of 
burnout experienced, and behavior in the workplace. The values that an individual 
places on work in the helping profession can have an effect upon the deliverance of 
services to clients. Individuals in the helping profession represent society's organized 
efforts to promote and maintain quality services such as health, education, and welfare. 
The fundamental orientation of individuals in the helping profession is the desire to be 
helpful and provide philanthropic service to clients. Their main concern is to improve the 
functioning of individuals and societies. Clients are usually socially dependent, young, 
emotionally ill, and reliant upon the integrity of the professional to whom they have 
turned for help. Because of these client characteristics, the personality, maturity, 
motivation, and life experiences of helping professionals are extremely important factors 
(Avi-Itzhak & Ben-Shem, 1993).
The values that residential employees place upon their daily performance has a 
direct impact upon services delivered to adolescents. The following research findings 
suggest that turnover, burnout, and supervisory relations are three critical problems that 
hinder the deliverance of professional services.
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5Research has revealed that turnover is a critical problem in residential facilities. 
The annual child care worker turnover ranged from a low of 23% to a high of 73% 
(Bonsutto, 1993). In a 1983 study of turnover conducted by Ross, 47% of his sample was 
employed for 12 months or less, 29% remained on the job for 13 to 35 months, and the 
remaining 24% were employed for three years or longer. This turnover was attributed to 
such factors as a desire for more education, supervision, opportunities for advancement, 
and better working conditions.
Burnout is a second critical problem in residential facilities. Winefield and 
Barlow (1995) identified serious risks of staff burnout in child protection work when staff 
with low job satisfaction did not relate warmly and empathically to clients. Daly and 
Dowd (1992) asserted that residential employees experiencing burnout are usually 
unmotivated and would often abuse children. This can be done through physical or 
verbal abuse and/or unfair treatment. Unfair treatment may include unnecessary 
punishments, restraints, and early bedtimes. Burnout was attributed to long work weeks 
and workdays, lack of separation from the facility during off duty hours, lack of personal 
privacy, and marital conflict.
A third critical problem is the residential employees’ interactions with program 
directors. Jorde-Bloom (1988) found that interaction with supervisors could serve as a 
source of satisfaction as well as dissatisfaction for residential employees. Supervisory 
relations were found to be the source of more dissatisfaction than satisfaction. Stremmel 
and Powell (1990) concluded that the most critical kind of interaction encountered at 
work is that of information exchange with supervisors. Information may consist of
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
feedback about the appropriateness and effectiveness of past performance. This type of 
feedback is essential for improving overall performance.
An extensive literature search indicated that no studies have examined 
discrepancies between residential employees' work values and program directors' 
perceptions of residential employees’ work values. The congruency between employees’ 
work values and supervisors’ work values has been addressed (Meglina, Ravlin, & 
Adkins, 1989; Weiss, 1978). Research has also examined congruency between 
administrators’ work values and organizational work values (Posner, Kouzes, & Schmidt, 
1985). Additionally, research has attempted to provide information on the client and 
counselor relationship, with focus on the importance of the understanding of clients’ 
values (Ju & Thomas, 1987). To examine organizational needs only in terms of clients 
and administrators can be a grave mistake to organizations. Communication between 
employees and administrators is one of the most important links to providing quality 
services and to assure overall program success.
Statement of the Problem
The primary purpose of this study was to assess the work values of residential 
employees and their effect upon the administrator-associate relationship. The subsequent 
purpose was to determine the work values of residential employees and determine if 
variation exists when considering gender, age, length of service, educational level, job 
classification, and current position.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
7Significance of the Problem
The number of residential facilities for adolescents with behavior problems 
continues to grow at a rapid rate. Services concerning many issues are provided for 
adolescents that in previous years were not considered to be childhood experiences. 
Adolescents are often exposed to fatal diseases and in many cases found to be parentless 
(Heymann, 1990). Many adolescents run away from their homes because of physical or 
sexual abuse. Over half a million adolescents leave home annually. While many return 
home within a few days, a substantial proportion become recurrent, or chronic runaways 
for whom homelessness is a way of life (Simons, 1991). Other adolescents are removed 
from their homes because of abuse and neglect. This has often caused them to develop 
emotional problems and many resort to abusive, aggressive, and disorderly conduct. 
Adolescents who display aggressive or disorderly conduct comprise about one-third of all 
referrals made by parents and teachers (Polyson, 1990). When families experience these 
problems, responsibility for the adolescent is transferred from the parents to a residential 
facility monitored by a governmental authority (Kagan & Schlosberg, 1989).
As the need for residential facilities continues to grow, a need for satisfied, long­
term staff members has become an increasing concern (Connis et al., 1979). For program 
directors to develop satisfied long-term employees, they must motivate residential 
employees to develop their professional expertise, thus providing better service to 
adolescents, increasing worker satisfaction, and preventing turnover and burnout.
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8Limitations
1. This study was limited to adolescent residential facilities in the First Tennessee
District.
2. This study was limited to only program directors and residential employees in the
First Tennessee District.
3. This study’s findings, recommendations, and conclusions were only generalized to 
the First Tennessee District.
4. This study was limited in the area of related literature because restricted literature
has been conducted in the area of residential facilities.
Definitions 
The following definitions apply to this study:
Achievement
Achievement is a value associated with work that “gives one a feeling of 
accomplishment in doing a job well" (Super, 1970, p. 9).
Altruism
Altruism is a work value present in work that “enables one to contribute to the 
welfare of others." (Super, 1970, p. 8).
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9Associates
Associates is a value characterized by work that “brings one into contact with 
fellow workers whom he likes" (Super, 1970, p. 10).
Creativity
Creativity is a value associated with work that “permits one to invent new things, 
design new products, or develop new ideas" (Super, 1970, p. 8).
Economic Returns
Economic returns is a value or goal associated with work that “pays well and 
enables one to have the things he wants" (Super, 1970, p. 9).
E&thgtic
Esthetic is a value inherent in work that “permits one to make beautiful things and 
to contribute beauty to the world" (Super, 1970, p. 8).
Houseparents
Houseparents are defined as a married couple Living in the home, with one or both 
responsible for day-to-day supervision of the youths (Shostack, 1978).
Independence
Independence is associated with work that “permits one to work in his own way, 
as fast or as slowly as he wishes" (Super, 1970, p. 9).
Intellectual Stimulation
Intellectual stimulation is associated with work that “provides opportunity for 
independent thinking and for learning how and why things work" (Super, 1970, p. 9).
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Management
Management is associated with work that “permits one to plan and lay out work 
for others to do" (Super, 1970, p. 9).
Prestige
Prestige is associated with work that “gives one standing in the eyes of others and 
evokes respect" (Super, 1970, p. 9).
Program Directors
Program directors are those responsible for program design, finances, hiring and 
supervision of staff, and selection and termination of residents. They are also known by 
titles such as program manager or program coordinator (Shostack, 1978).
Residents
Residents are youths between the ages of 11 and 21. These youths present a 
myriad of psychological, emotional, developmental, educational and behavioral needs. 
Many of these youths have an extensive history of physical, sexual or emotional 
victimization, neglect, and/or criminal behavior (Bonsutto, 1993).
Residential Employees
Residential employees are all child care workers known as houseparents or shift 
workers (Shostack, 1978). They are also known as residential counselors, youth service 
workers, and psychiatric technicians.
Residential Facility
Residential facilities are secured or locked, one-floor buildings built like 
traditional houses only on a much larger scale (Bonsutto, 1993).
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Security
Security is associated with work that “provides one with the certainty of having a 
job even in hard times" (Super, 1970, p. 9).
Shift Workers
Shift workers are employees who work specific hours, then go off duty (Shostack,
1978).
Supervisory Relations
Supervisory relations is a value associated with work that “is carried out under a 
supervisor who is fair and with whom one can get along" (Super, 1970, p. 10). 
Siitrflupdjpgs
Surroundings is a value associated with work that “is carried out under pleasant 
conditions - not too hot or too cold, noisy, dirty, etc" (Super, 1970, p. 9).
Variety
Variety is associated with work that “provides an opportunity to do different types 
of jobs" (Super, 1970, p. 10).
Way.Qf-Life
Way of life is associated with the kind of work that "permits one to live the kind 
of life one chooses and to be the type of person one wishes to be" (Super, 1970, p. 10). 
JYocLYalygs
Work values are "a person's attitudes toward work in general, rather than his/her 
feelings about a specific job" (Wollack, et. al., 1971).
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Wock. ValogsJpYsntory fwvp
Work values inventory was developed as a means of assessing the goals that 
motivate individuals to work (Super, 1970).
Overview of the Study 
This study was organized into five chapters. Chapter 1 presented the introduction, 
statement of the study, significance of the study, limitations, definitions of related terms, 
and an overview of the study. Chapter 2 presents a review of selected related literature. 
Chapter 3 describes the methods and procedures under which the study was conducted. 
Chapter 4 includes a statistical analysis of the data. Chapter 5 provides a summary, 
research findings, conclusions, and recommendations of the study.
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CHAPTER 2
REVIEW OF LITERATURE
An examination of related literature regarding the work values of residential 
employees and the accuracy with which program directors predict residential employees’ 
work values were categorized according to the following domains: (1) overview of 
residential facilities; (2) work values; (3) work values and organizational culture; (4) 
work values and job satisfaction; (5) work values and motivation; (6) work values and 
helping professions; and (7) work values and individual variables of gender, age, 
education, job status, and length of service.
Overview q£ Residential Facilities 
Over 100,000 young people between the ages of 10 and 19 in U.S.A. were 
admitted to psychiatric hospitals and countless others were placed in other out-of-home 
treatment centers for emotionally disturbed or socially maladjusted youth in 1986. The 
growth in this population over previous years suggests that the numbers of children and 
youths entering these facilities may be on the increase (Smollar & Condelli, 1990). As a 
result of the increase in the number of children and youths requiring residential care, the 
need for placement sites becomes more prevalent.
Residential Placements
Three types of residential mental health facilities for children and adolescents 
exist: group homes, short term psychiatric hospitals, and public and private mental health
13
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institutions.
Group homes are residential treatment centers. They provide treatment for 
anywhere from 6 to 12 youths and are intended for youngsters who do not require the 
intensive services of full service institutions. Some larger institutions have developed 
multiple group homes within the confines of a single residential campus. Youths often 
remain in group homes for several months or even years. Many of the adolescents placed 
in group homes are status offenders or youth who have been diagnosed as emotionally 
disturbed or socially maladjusted rather than mentally ill (Shostack & Quane, 1988).
Short term psychiatric hospitals are for children and adolescents with specific 
disorders such as substance abuse or sexual offenses. They specialize in inpatient 
treatment ranging from 30 to 90 days. Inpatient treatment is designed to afford 
adolescents a dramatic change in their environments and to provide them and their 
families with intense therapy to effect rapid changes in behavior and family functioning. 
Due to the extremely high cost of services, adolescents placed in these facilities tend to be 
predominately white and from middle and upperclass families (Smollar & Condelli,
1990).
Public or private mental health institutions supply long-term care and treatment 
for adolescents who are violent, severely mentally ill, emotionally disturbed, and socially 
maladjusted. Socioeconomic status and racial background usually vary depending upon 
whether the institution is public or private. Some private institutions have beds set aside 
for patients whose costs are covered by public funds (Smollar & Condelli, 1990).
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Adolescent Facilities
Placement of adolescents in out-of-home facilities can originate from three 
different sources: (1) parents or guardians, (2) the child welfare/social service system, and
(3) the juvenile justice system. These sources may work together, but in many instances 
they act independently of one another. The court system is usually, but not always, 
involved in child welfare or juvenile justice placements (Smollar & Condelli, 1990).
Adolescents placed in residential facilities are often in crisis and in need of 
immediate, on-the-spot help. Many of the adolescents placed in residential facilities are 
status offenders or adolescents who have been diagnosed as emotionally disturbed or 
socially mal-adjusted rather than mentally ill. Some have been raped, sexually 
traumatized, or otherwise physically assaulted (Freudenberger, 1977). Others are placed 
in facilities for bed wetting, truancy, fighting in school, substance abuse, runaway, 
rebellion, and school phobia (Menses & Durant, 1987).
Residential Employees
Employees who work with youth requiring residential care come from various 
walks of life. Many employees were at one time residents themselves or “graduates of 
the street”. In many instances, they were seen as products of broken and disturbed 
homes. Their motivation may be very strong to help fellow sufferers who have 
experienced similar circumstances. Others are college graduates who, because of 
personal dedication and commitment, are drawn to this field and seek to help. These
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workers view themselves as people with a decent value system, a high sense of 
motivation, a desire to be needed, and possessing an inner hope that, through their 
purposive intervention, something substantive really can be done to help youngsters 
(Freudenberger, 1977). Often when this inner hope is not actualized, discouragement is 
created within the caretaker because positive results of helping the adolescents are not felt 
or seen. Continuing to feel discouraged on a daily basis can create within the worker a 
despondency regarding the commitment to the task of helping children.
Burnout of Residential Employees 
Burnout is a term used to describe a feeling of failing, wearing out, or becoming 
exhausted by making excessive demands on one’s energy, strength, or resources 
(Freudenberger, 1977). Burnout has become an especially critical condition suffered by 
child care professionals. Several possible causes of burnout among residential employees 
include the following: a) residential employees emotionally feeding the needy 
adolescents and depleting themselves, b) employees are unaware that they are identifying 
with the victim child through their own unresolved personal problems or experiences, c) 
employees overextend, overgive, and attempt to help in ways that are destructive to both 
helper and youngster, and d) employees do not know if the work that they have done 
with a child has really been effective (Freudenberger, 1977). Burnout experienced by the 
residential employee can produce an overall negative attitude with a detrimental effect on 
the clients as well as the organization.
Freudenberger (1977) posits that there are several symptoms of bumout of the
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residential employee which are as follows:
(1) Employees may begin to discuss the client in intellectual and jargon terms 
and thereby distance themselves from any emotional involvement.
(2) Employees assume a superior “know-it-all” attitude that borders on the 
condescending.
(3) Employees limit their contact with their clients. They begin to speak of 
being bored with the work as well as with the kids. Everything becomes 
too routine.
(4) Employees begin to verbalize a sense of helplessness as well as 
hopelessness about the clients and begin to speak to them in derogatory 
terms.
(5) Employees’ home lives tend to deteriorate.
(6) Employees have an increase in absenteeism, psychosomatic complaints, 
and frequency of actual illness.
Administrators could reduce bumout in residential facilities by utilizing proactive 
strategies. Freudenberger (1977) identified an effective way by establishing more 
effective channels of communication. Effective channels of communication can be 
offered through employee support systems, training, developing an understanding of 
long-range as well as short range goals for clients, establishing rituals and routines, and 
providing schedules that are clearly and specifically defined.
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Work Values
Work values are essential to understanding vocational behavior, and they exert an 
unceasing influence on the professional development of residential employees (Alvi, 
1980-1981). While work for some residential employees may simply be a means to 
earning a living, to others the work provides a challenge and satisfaction, a sense of 
achievement and success, and enrichment in life (Alvi, 1980-1981). Since the perception 
of work varies among employees, an understanding of individual work values is needed. 
Understanding individual work values can be used by administrators in assessing their 
managerial styles in relation to employee needs. This understanding can also be used in 
addressing organizational matters such as staff development and training, reward systems, 
bumout, turnover, job satisfaction, employee motivation, and development of a strong 
organizational culture. According to Hodgetts (1987), unless a supervisor knows what an 
employee holds in high regard, there is little hope to effectively motivate the employee.
Definition of Work .Values
Understanding the definition of work values can communicate to administrators 
how such values affect job performance in organizations. No uniformly acceptable 
definition currently exists (Zytowski, 1970); although previous research studies have 
endeavored to define work values. Super (1970) defined work values "as the satisfaction 
that men and women seek in work and the satisfactions which may be the concomitant or 
outcomes of work"(p. 4). Wollack, et al., (1971) indicated work values are a person's
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attitudes toward work in general, rather than feelings about a specific job. Rao (1975) 
delineated work values as "the worth or excellence or the degree of worth, ascribed to a 
particular work, activity or an aspect of the work" (p. 30). Levy and Guttman (1976) 
contended "an item belongs to the universe of work value items if its domain asks for an 
assessment of the importance of a goal in work context and the range is ordered from very 
important to very unimportant" (Elizur, 1984, p. 379). Pine and Innis (1987) specified 
work values as "an individual's needs and priorities and consequent personal dispositions 
and orientation to work roles that have the perceived capacity to satisfy those needs and 
priorities" (p. 280).
In summary, the previously cited definitions of work values have different 
meanings to different people. Therefore, in an organizational context, identical work 
conditions may lead to differing levels of productivity, satisfaction, or motivation for 
individuals with different work values. Additionally, administrators may adapt their 
leadership or management styles to correspond with the work values of the employees 
(Mason, 1994).
Categories of Work Values
Davis (1980) explained that work values are historically grouped into three 
categories of intrinsic values, extrinsic values, and concomitants. These groupings have 
been used in studies by Rosenberg (1957), Super (1962), Elizur (1984), Alvi (1981), and 
Steiner and Dobbins (1987).
According to Alvi (1980-81), when patterns of work values are developed, they
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can be charted along a bi-polar dimension of intrinsic/extrinsic values. Intrinsic 
orientations view work as a central integrating force where the job content becomes a 
source of enrichment, encourages creative effort, and promotes self-actualization (Alvi, 
1980-81). An intrinsic worker finds significance in things such as staying busy, pride in 
work, and job involvement (Steiner & Dobbins, 1987).
An extrinsic orientation, on the other hand, ascribes meaning to work largely in 
terms of its instrumental character-as a means to certain ends, such as financial security, 
prestige, and monetary rewards (Alvi, 1980-81). It is critical for administrators to 
understand the importance of intrinsic/extrinsic orientation in order to meet the needs of 
residential employees. For example, employees possessing high scores on the work value 
independence should be given more autonomy in their jobs because of their preference to 
work at their own pace.
In their attempt to classify work values, Ginzberg, Ginsburg, Axelrod, and Herma 
(1951) questioned the intrinsic-extrinsic dichotomy and found it necessary to add a 
category of concomitants--the social relations, of associates and supervisors. Wemimont 
(1972) further questioned whether intrinsic and extrinsic orientations represent two 
separate constructs. He questioned whether they were facets of a single concept, or a 
elements o f a single facet. Understanding the nuances can provide administrators with 
much useful information. If an administrator is aware a residential employee is high on 
concomitant values, he or she can dispense assignments that involve communication with 
other employees or administrators.
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wQtk. Yaluss.and .Organizational Culture
Culture refers to the "system of shared values (what is important) and beliefs 
(how things work) that interact with employees, organizational structures, and control 
systems to produce behavioral norms"(Uttal, 1983, p. 66). As this definition alleges, one 
major influence of a residential facility's culture is its system of values. Values held by 
residential employees will eventually affect the way adolescents are perceived and 
treated, the way each residential employee's work performance is viewed and rewarded, 
and the way the future is perceived and managed. Hence, the system of values plays a 
critical role in the overall success of the residential facility (Boxx, Odom, & Dunn, 1991). 
With this in mind, administrators of organizations need to attempt to find value 
congruence between employees, supervisors, and the organization.
Schein (1985) found employees who possess identical values also share certain 
cognitive processing styles. The similarities are presumed to foster similar methods of 
interpreting environmental events and customary communication systems. These 
qualities are essential to the success of interpersonal activities thereby reducing or 
eliminating uncertainty, stimulus overload, and other negative features of work 
interactions. Relief from these negative features in turn produces coordination, job 
satisfaction, and organizational commitment (Meglino, et al., 1989). At the opposite end 
of the continuum, value differences can be products of interpersonal conflicts. This will 
generate less job satisfaction and commitment as workers encounter more of these
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unpleasant interactions (Meglino, et al., 1989).
Previous research has examined the value congruence between managers and 
organizations. Posner, Kouzes, and Schmidt (1985) found that value congruence between 
managers and their organizations affected a number of individual level outcomes such as 
personal success, intention to remain with the organization, and understanding of the 
organization's values. This study also addressed value congruence by asking managers 
whether they felt that their values were similar to those of the organization, and whether 
they felt their personal principles had to be compromised to conform to their 
organization's expectations.
Meglino, et al. (1989) studied value congruence between supervisor and 
subordinate. The most conclusive finding of this study was the presence of significant 
value congruence relationship at the lowest level of the organization, between workers 
and their supervisors.
In summary, the previous studies mentioned have addressed the value congruence 
between supervisors/organizations and supervisors/subordinates and their effect upon 
organizational culture. These significant studies illustrate how shared values can affect 
the culture of an organization. Therefore, it is important for administrators to understand 
the work values of employees to determine the effect these values have on the 
organizational culture.
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Work Values and Job Satisfaction 
Knoop (1994) asserts values and satisfaction are linked in a complex relationship. 
Work values represent learned subjective qualities that embody what individuals 
consciously or unconsciously want and desire in a job. Job satisfaction is an attitude that 
refers to the extent to which individuals perceive their work values to be fulfilled. In 
other words, the fulfillment of work values leads to job satisfaction (Knoop, 1994) and 
the failure to fulfill work values lead to job dissatisfaction (Drummond & Stoddard,
1990). Based on this information, it is necessary for administrators to understand what 
variables lead to job dissatisfaction.
Knoop (1987) contended job dissatisfaction could lead to anger, resentment, 
gloom, apathy, and fatigue for the employee. Repercussions of these feelings include 
aggression, regression, fixation, bickering, complaining and withdrawal (Hurst,
Kavanagh, & Rose, 1981; Jamal & Mitchell, 1980). The employer is effected by this job 
dissatisfaction through a variety of defense mechanisms such as tardiness, absenteeism, 
turnover, early retirement, and strikes (Breaugh, 1981; Adler & Golan, 1981; Arnold & 
Feldman, 1982). Clearly, job dissatisfaction is problematic for both the individual and 
the organization (Knoop, 1987).
Robbins (1994) asserted Herzberg, Mausner, and Snyderman's Motivator Hygiene 
Theory is best known and one of the most often used studies of the theory of employee 
motivation and job satisfaction. Herzberg, Mausner, and Snyderman (1959) argued that 
different job elements caused satisfaction and dissatisfaction. Elements that cause 
satisfaction are referred to as motivators or job satisfiers. Elements that cause
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dissatisfaction are referred to as hygiene factors or job dissatisfiers. Motivator factors are 
things such as achievement, recognition, work itself, responsibility, advancement, and 
growth (Herzberg, 1968). The most potent of these are those characteristics that foster 
the individual's needs for self-actualization and self-realization in his work (House & 
Wigdor, 1967). Hygiene factors include company policy and administration, supervision, 
relationship with supervisor, work conditions, salary, relationship with peers, personal 
life, relationship with subordinates status and security (Herzberg, 1968). The most 
powerful of the dissatisfiers is company policy and administration that promotes 
ineffectiveness or inefficiency within the organization (House & Wigdor, 1967). This 
study of theory advanced the basic premise that human needs constitute the main driving 
force behind employee behavior in organizational settings (Hoy & Miskel, 1991).
More recent studies of work values and job satisfaction include Knoop's (1994) 
study on work values and job satisfaction and Locke's (1991) study on integrative 
framework of cognitive self-regulation and work motivation. Knoop's (1994) study 
analyzed how achievement of work values related to various facets o f job satisfaction and 
what combinations of values are the best predictors of satisfaction. Results showed the 
variables of important and achieved values, whether individual or combined, contributed 
to job satisfaction. Locke (1991) studied the integrative framework of cognitive self­
regulation and work motivation. The model distinguished in a sequential order key 
motivation concepts such as values and satisfaction. In summary, after examining 
information on work values and job satisfaction, administrators can conceive how failure 
to fulfill work values can have a crushing effect on the organization.
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Work Values and Motivation 
The perceived fulfillment of work values can determine how motivated an 
employee is to work. If work values are fulfilled, then an employee will be more 
motivated to work. If work values are not fulfilled, the employee will not be motivated to 
work. Locke (1991) asserts work values can be viewed as the link between needs and 
action. Work values motivate action.
Researchers have investigated the relationship between values, needs, and 
motivation; however, Maslow's Need Hierarchy Theory is the most well known (Locke, 
1976). Maslow’s Need Hierarchy Model contains five basic levels. The five levels of 
needs from lowest to highest include physiological; safety and security; belonging, love, 
and social needs; esteem needs; and self-actualization. “Maslow felt higher level needs 
were activated as lower level needs were no longer of value until the highest level of the 
hierarchy was reached” (Hoy & Miskel, 1991). Therefore, it was concluded that 
individual behavior is motivated by an attempt to satisfy the need that is valued most at 
that point in time (Lawler, 1973).
Other researchers have investigated domain specific and general value theories in 
the realm of work motivation. McCelland's and Miner's Need Theories were domain 
specific value theories and Vroom's Expectancy Theory was a generalized value theory 
(Locke, 1991).
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According to Miner (1980), McClelland's Need For Achievement Theory 
identifies a network of values that are associated with the successful entrepreneurship. 
These include the yearning to excel as measured by some standard; the inclination to take 
moderate risks; the desire for prompt concrete feedback; the desire to project 
achievements into the moderate term future; the desire to be accountable for one's own 
task achievements; and the desire to improve and innovate. McClelland argues that this 
value or motive complex is subconscious and therefore must be measured by projective 
rather than self-report assessment instruments.
Miner's (1978) Role Motivation Theory identified an assortment of values or 
motives said to characterize successful line managers in hierarchical organizations.
These motives are valuing authority figures in general, thriving on competition, desiring 
to impose one's wishes on others, showing partiality to masculine role models, delight in 
standing out from the crowd, and pleasure of performing routine administrative functions.
Vroom's (1964) Expectancy Theory argues that individuals act to maximize their 
anticipated satisfaction. He suggested people often use foresight to choose among 
courses of action, based on the values they believe each course of action will attain. The 
model suggests that in order to predict actions, one must measure all the values that an 
individual believes can be attained in the situation in question.
In summary, previous research suggests that in order to motivate employees to 
work, administrators must first understand their needs and values. With this 
understanding, managers will be better able to meet the needs of their employees and 
have a higher probability of producing motivated, satisfied workers.
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Work Values and Helping Professions
A careful investigation of the review of the related literature revealed hundreds of 
studies concerning work values. Many of these studies are not relevant to this particular 
study; therefore, only studies in the helping or caring professions are reviewed.
Studies in the helping profession have investigated the work values of 
administrator-employee relationship in relation to client services (Lee, 1976; Ju & 
Thomas, 1987), to performance (Hale & Waggoner, 1985; Skaggs, 1987; Davis, 1980), to 
vocational choice (Drummond & Stoddard, 1990; Avi-Itzhak & Ben-Shem, 1993), and 
leadership roles (Steiner & Dobbins, 1987). According to these studies an association 
exists between work values and their effect upon overall employee performance.
Lee (1976) utilized Super's Work Values Inventory to compare staff and patient 
work values in the mental health setting. The study surveyed 45 psychiatric patients and 
45 professional staff members. This investigation emphasized that staff must be similar 
in work values or highly familiar with the patient work values to provide effective 
therapy. Results generated from this study were:
1. Work values of professional staff and psychiatric patients had an 
extraordinary difference on about half of the variables (7 out of 15).
2. The staff received significantly higher mean scores on creativity, 
independence, variety, altruism, and intellectual stimulation.
3. Patients received significantly higher mean scores on security and 
esthetics.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
28
4. Overall, the staff received higher mean scores than patients on 11 of the 15 
work value scales (p. 23-25).
This study is congruent with the present study in that for program directors to effectively
train and develop residential employees, they must hold similar work values or be
significantly familiar with the residential employees’ work values.
Ju and Thomas (1987) investigated the relationship between the accuracy of
counselor perception of client work values and client satisfaction. Work Values
Inventory and Scale of Client Satisfaction were instruments employed to survey 25
counselors and 70 clients from five rehabilitation workshops in the Midwest. They
indicated that perceptual accuracy of client work values may be an important factor in the
outcome of counseling. Major findings of Ju and Thomas study were:
1. A significant difference between counselors and clients across five WVI 
subscales which include stimulating work, interpersonal satisfaction, 
responsible autonomy, comfortable existence, and aesthetic concern.
2. There was a significant relationship between the accuracy of counselor 
perceptions and client satisfaction. Economic security and responsible 
autonomy were found to contribute significantly (p. 161).
This investigation relates to present research in that clashes in perceptions of work values
by program directors could lead to dissatisfaction for residential employees.
Hales and Waggoner (1985) analyzed work values of 701 administrators from two
central city and eight suburban school districts in Oregon and Washington. The Ohio
Work Values Inventory was used as a survey instrument. Inferences reached by Hales
and Waggoner were:
1. Administrators assigned great importance to task satisfaction.
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2. Self-realization was valued in the great range by the public school 
administrators. Respondents in the sample highly valued work in which 
they could use their skills, abilities, or talents, thus allowing for continued 
personal growth and realization of their full potential.
3. Considerable importance was assigned to work values of altruism, 
ideas/data orientation, independence, and control. Respondents valued a 
job that provided opportunities to work with other people in a helping, 
supportive role, that allowed independence in determining working 
conditions and was free from close supervision, that provided an 
opportunity to work with facts and ideas, and that provided a leadership 
role or responsibility for other workers (p. 110-111).
This study is relevant to the present study in that the work values of residential employees
can be expected to influence their behavior at the facility as well as provide role modeling
for adolescents.
Skaggs (1987) employed the Work Values Inventory to examine the work values 
of all faculty members of the Council of Independent Colleges. This instrument generated 
the following findings:
1. Way of life received the high mean score followed by altruism and 
independence. Management and esthetics received the lowest mean 
scores.
2. Significant differences on management, supervisory relations, associates, 
independence and altruism were found between church-related colleges 
and independent colleges.
3. Church-related faculty value associates significantly more than those at the 
independent colleges.
4. Significant differences were found for the work values of esthetics, 
independence, way of life, and prestige according to teaching discipline.
5. Applied disciplines scored management, achievement, supervisory 
relations, prestige, variety and altruism as significantly more important 
than did the pure discipline faculty members.
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6. Significant differences between the 31-40 year age group and the 41-50 
age group for the work value of associates. Independence also produced a 
significant difference for these age groups.
7. Faculty members with more than 20 years experience valued esthetics 
significantly more than those in the 16 to 20 year group.
8. Female faculty members had higher mean scores for the values of 
creativity, management, achievement, surroundings, supervisory relations, 
way of life, variety, altruism, and intellectual stimulation than male faculty 
members (p. 14-17).
Davis (1980) used the Work Values Inventory to investigate the effect of 
accountability legislation on work values of teachers and principals from three different 
states. Davis noted:
1. The work values of elementary school educators in Mississippi, Arkansas,
and Florida displayed significant differences in achievement, 
surroundings, altruism, security, and supervisory relations.
2. Women valued economic returns more than men.
3. Teachers valued security and way of life more than principals.
4. No differences were noted when the interaction of sex and state residency
was considered. Way of life was a significantly different value when the 
interaction of state residency and school role was considered.
This study is relevant to the present one in examining the importance of the 
administrator-subordinate relation. Program directors can have a significant influence 
upon the work performance of residential employees if  they are familiar with their work 
values.
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Drummond and Stoddard (1990) explored the work values of preservice teachers 
and inservice teachers using the Work Values Inventory and the Values Scale. The 
population consisted of two groups. The first group used the WVI to survey 87 
preservice teachers and 44 classroom teachers. The second group used the VS to survey 
105 vocational-technical adult education students and 59 elementary teachers. The 
following findings were manifested in the study:
1 • There were no significant difference between the means of preservice and
inservice teachers on the Work Values Inventory. However, there was a 
high agreement in the ranking of the values for the two groups when the 
VS was employed. The preservice teachers ranked way of life, first; 
altruism, second; achievement, third; and economic returns, fourth. The 
inservice teachers ranked altruism, first; way o f life, second; achievement, 
third; and economic returns, fourth.
2. In contrast, Drummond and Stoddard did report that students scored
significantly higher than teachers on the Values Scale concerning variables 
such as advancement, authoritarian, autonomy, economic return, physical 
activity, and risk scales. Teachers scored higher than students on ability 
utilization, autonomy and social interaction. Drummond and Stoddard felt 
this indicated that values become crystallized during teaching (p. 4-5).
Avi-Itzhak and Ben-Shem (1993) studied the relationship between work values 
and vocational choices. The Work Values Inventory was used on 220 freshmen enrolled 
m four educational programs leading to the allied and helping professions in six 
institutions of higher education. The instrument yielded the following results:
1 • Freshmen aspiring a career in occupational therapy were the most
heterogenous among the four subgroups in the study. Freshmen tend to 
attach less importance to intellectual stimulation, associates, creativity, 
management, and prestige, and higher importance to esthetics.
2- Significant differences were also found dependent on the type of program
in which the freshmen were enrolled (p. 259-261).
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This study is relevant to the present study in that residential workers who have chosen 
this vocation may have different work values than those who just need a job.
Steiner and Dobbins (1987) examined the role that leader and subordinate work 
values and leader attributions play in the development of supervisor-subordinate 
relationships. The Survey of Work Values by Wolloack et al. (1971) was administered to 
52 females and 59 male undergraduate management students. Steiner and Dobbins 
findings were:
1. Subordinates scoring high on intrinsic and extrinsic work values were 
given more autonomy and difficult responsibilities.
2. Leaders attributed performance more to ability and effort and less to task 
easiness and good luck when subordinates had high intrinsic or high 
extrinsic work values.
3. Finally, attributions for past subordinate performance were found to 
mediate the effect of work values on leader-subordinate exchanges (p. 11- 
16).
This study is significant to the present study in that the degree to which residential 
employees score high on intrinsic and extrinsic values determines the type of work 
assignments program directors administer.
MvidaaLYaiiabtes 
Discipline, age, length of service, and gender are important in the present study in 
determining common work values of various employees in order to motivate residential 
employees at various stages. The way one tries to motivate residential workers could 
have an effect on their performance in the organization.
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Gender
Gender differences in values may affect the choice of occupations as well as the 
way in which jobs are performed (Marini, Fan, & Finley, 1996). Therefore, the effect 
these differences have on organizations should be investigated. Elizur, in his review of 
the literature, stated:
Gender differences in work values reveals conflicting results. The results o f one 
set of studies (Brief & Aldag, 1975; Brief & Oliver, 1976; Saleh & Laljee, 1969) 
suggests no substantial gender differences in work values. The results of several 
others, however (Bartol & Manhardt, 1979; Harris & Earle 1986; Manhardt, 1972; 
Schuler, 1975; Siegfried, MacFarland, Graham, Moore, & Young, 1981, indicate 
substantial gender differences: Men tended to be more concerned about money, 
independence, security, and long term career goals; whereas women tended to be 
more people oriented, environment oriented, and preoccupied with short-term 
career goals (Elizur, 1993, p. 201-202).
Although previous studies reveal discrepant results, recent studies found more 
similarities than differences.
Marini, Fan, and Finley (1996) employed a survey termed Monitoring the Future 
to examine gender differences in the job values of U.S. high school seniors from 1971- 
1991. The findings suggested:
1. No gender differences in the importance of extrinsic rewards and 
influence, but persistent gender differences in the importance of intrinsic, 
altruistic, and social rewards. Women valued the latter rewards more than 
men.
2. The most significant gender difference was in the importance of altruistic 
rewards. Females attached greater importance than males to questions 
such as "a job that gives you an opportunity to be directly helpful to others: 
and "a job that is worthwhile to society."
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3. A significant difference also existed in the relevance of social rewards. 
Females placed a high value on questions such as "a job that gives you a 
chance to make friends" and "a job that permits contact with a lot of 
people."
4. Females also placed greater significance on intrinsic rewards such as "a 
job where you do not have to pretend to be a type of person that you are 
not (p. 427-431).
Rowe and Snizek (1995) analyzed gender differences based on five variable 
which encompassed high income, job security, short working hours, opportunity for 
advancement, and work that gives a feeling of accomplishment. The instrument used was 
the General Social Survey. Rowe and Snizek findings were:
1. Respondents attached greater importance to a feeling of accomplishment, 
high income, and opportunity for advancement than they did to job 
security or short working hours. The identical pattern was held for both 
men and women.
2. Men were slightly more likely than women to favor job security and short 
working hours; whereas, women were somewhat more likely than men to 
favor high income, chances of advancement, and feeling of 
accomplishment (p. 222).
Manson (1994) evaluated gender differences of 7,629 managerial and clerical 
employees. He found an overall lack of similarity between the four groups. He did, 
however, find that both managerial and clerical women considered it to be of paramount 
importance to be treated with respect. This was approximately 70% of the women 
sampled.
Elizur (1993) researched 369 male and 136 females to determine whether culture 
or gender differences in the basic structure of the domain might be observed. Elizur 
findings were:
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1. The work values of men and women to be similar, however, he did find a 
difference in the ranking of several variables. Sixteen of the twenty-four 
value items revealed some gender differences in ranking, and the 
remaining eight exposed no differences. The majority of items with 
similar ranking were cognitive. These entailed very high ranking items of 
achievement and interest, and very low ranking items of contribution to 
society, company, and job status.
2. Remaining cognitive items such as work and organizational influence, 
independence, and responsibility, were ranked higher by men, whereas 
meaningful work was ranked higher by women. Personal growth and use 
of abilities varied according to the sample.
3. Some samples ranked women higher whereas others ranked men higher. 
Women ranked some of the instrumental values, such as convenient hours 
of work, benefits, and job security, higher than men; whereas, men ranked 
pay higher than women did (p. 210-211).
Jensen, White, and Singh (1990) used the Values Survey Module to survey 1,079 
managers. The instrument correlated gender with work values based on work 
environment and harmony/discord. They found that subordinates' values varied 
contingent upon their gender. Results indicated males were less concerned about the 
work environment than females. No significant effects were found in relation to harmony 
and discord.
Harris and Earle (1986) sampled 631 applicants for unskilled and semiskilled 
positions in a small business setting. They studied gender roles and work values in 
relation to other variables such as marital status, parenting responsibilities, and age.
Harris and Earle surmised:
1. Men and women were not different in terms of value attached to intrinsic 
and extrinsic work values. Both males and females were most likely to 
select two intrinsic work values, a chance to leam new things, and chance 
to use skills and abilities.
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2. They differed to a significant degree on only two values. Women were 
significantly more likely to select two extrinsic values, the "kind of 
people" with whom one works and the “kind of workplace”.
3. Regardless of gender, a majority of the respondents selected six of the 
seven work values which entailed learning new things, use of skills and 
ability, work relationships, pay, and kind of workplace. The work value of 
least importance by male and female was freedom to plan work (p. 489- 
492).
Age
“Younger workers are thought to hold work value systems that are significantly
different from their elders and do not respond to motivational techniques employed
successfully with older workers” (Taylor & Thompson, 1976, p. 522). Therefore, it is
important to understand what employees value at different age levels. Several studies
have addressed age differences in the work environment. Brenner (1988) found in his
study of managerial personal, that as managers get older, they place less importance on
extrinsic job characteristics. Additionally, older men value intrinsic characteristics much
less while older women are less concerned with independence. Brenner (1988) revealed
in his review of the related literature:
Hunt and Saul (1975) in a study of white collar workers determined age was 
positively correlated with the satisfaction of workers. Kauffman (1987) 
determined intrinsic rewards are more important than extrinsic rewards to older 
persons. McCullough (1982) maintains that age influences job expectations. 
Young workers often set expectations that are unrealistically high. They also 
prefer work environment where there is a chance for growth and independence. 
Apostolides (1980) found that younger sales persons valued financial incentives 
and expected compensation for performance more than older workers.
Taylor and Thompson (1976) investigated work values of young workers and
identified that young workers valued self-expression through work to a greater extent than
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did older workers. Jurgensen (1978) found that men under the age of 20 attach greater 
importance to co-workers, hours, pay, supervisor, and working conditions, but they attach 
less importance to advancement, benefits, company, and security. In summary, as 
workers get older, they value intrinsic rewards more than extrinsic matters.
Educational Level
Not much research has been done in the area of work values and education. 
However, a study by Steers (1984) indicated the more educated worker showed a strong 
sense of pride and valued both intrinsic and extrinsic rewards. Jurgensen (1978) found 
the greatest change is a decrease in importance or security and an increase in type of work 
as educational level increases. Other changes are more pronounced for men than for 
women, and include increased emphasis on advancement, pay, and working conditions; 
and decreased emphasis on benefits and hours.
Job Classification
A scarcity of research is available concerning the characteristics, attitudes, or 
behaviors of part-time and full-time employees. Part-time workers are usually those who 
are employed for less than thirty-two hours a week. Full-time employees are those who 
are employed for a minimum of 40 hours a week. Part-time workers are usually assigned 
unfinished work of full-time employees and the less desirable tasks associated with the 
job classification. Miller and Terborg (1979) explained that part-time employees may 
respond differently to organizational and task stimuli than full-time employees. 
Additionally, they postulated that part-time employees may be less included than full-
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time in extra organizational social systems. As such, part-time employees may have 
different tolerance for organizational demands than full-time employees.
Current Position
Some staffing ingredients were common to all the facilities: program directors 
and residential employees provide daily supervision. Program directors have appropriate 
professional credentials such as a master's degrees in social work, psychology, or 
counseling and some have previously worked in group homes. Residential employees are 
commonly known as houseparents and shift workers. Houseparents are a married couple 
living in the home, with one or both responsible for day-to-day supervision of the 
adolescents. Shift workers are persons who worked specific hours (Shostack, 1978).
Length of Service
Review of the literature states that the more years of experience a residential 
employee has the more likely he/she is to remain in the field. According to a study done 
by Ross (1983), residential employees who possess four years of any full-time experience 
are more likely to stay and be satisfied with their jobs than those with less than four years 
of experience. Residential employees with less experience leave after they have been on 
the job for two years whether they are satisfied with their job or not (Ross, 1983).
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Summary
In summary, previous research has examined work values in relation to 
organizational variables such as culture, job satisfaction, and motivation. Research has 
also analyzed work values when individual variable such as gender, age, education level, 
job classification, length of service, and position are considered. However, no research to 
date has assessed discrepancies between residential employees’ work values and program 
directors’ perceptions of residential employees’ work values. Consequently, exploration 
into this area is definitely needed to address many of the issues present in residential 
facilities.
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CHAPTER 3 
METHODS AND PROCEDURES
Chapter three contains a description of the population, research design, 
instrumentation, procedures followed in collecting the data, and an explanation of data 
analyses. The following sections present this information.
Population
The target population consisted of directors and residential workers of 23 
adolescent residential facilities in the First Tennessee District. The entire target 
population of the First Tennessee District was selected for this study. According to the 
Directory of Public Schools, 1995, the First Tennessee District is comprised of 10 
counties which include Carter, Cocke, Greene, Hamblen, Hancock, Hawkins, Johnson, 
Sullivan, Unicoi, and Washington. Residential facilities of each county encompassed all 
group homes, shelters, treatment centers, and diagnostic and evaluation centers. Each 
residential facility contained at least one program director with two to 25 residential 
workers. The findings are generalized to directors and residential workers in the First 
Tennessee District.
A list of all residential facilities in the First Tennessee District was obtained from 
First Tennessee Community Health Agency. Residential facilities included Level I group 
homes, Level H (Non-Specialized) group homes, Level III (Non-Specialized) group 
homes, Dual Diagnosis group homes, Independent living group homes, Alchohol & Drug
40
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programs, Emergency shelters, and Diagnostic shelters. The target population will 
consist of the employers and employees of these facilities.
Research Design
The survey research method was used to collect data. A survey was administered 
to elicit feedback on the perceived importance of work values by residential workers and 
program directors’ perceptions of what the residential worker perceived as important.
Gall, Borg, and Gall (1996) wrote survey research is an excellent means of collecting 
respondents' characteristics, experiences, and opinions to generalize findings to a 
representative population.
iDSimmentation
The Work Values Inventory (WVI), created by Super (1970), was used to 
measure the work values of residential workers and how accurately program directors 
perceived residential employees’ work values. This instrument was found to be the most 
commonly used as well as most reliable in the context of this study. In searching the 
literature, other instruments have been designed such as the Wollack (1971) Survey of 
Work Values Form-U, Hales and Fenners (1972) Ohio Work Values Inventory, and the 
Hall (1971) Occupational Orientation Inventory. However, these instruments were not 
chosen for this study because of low subscale reliabilities, or lack of reliability and 
validity statistics, or lack of content validity in the context of this particular study.
The WVI has been used extensively over the past two decades by vocational and 
guidance counselors, researchers to determine values and trends in professional groups,
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special populations, and students (Avi-Itzhak & Ben-Shem, 1993). It was developed as a 
means of assessing the goals which motivate people to work. It is designed to measure 
intrinsic as well as extrinsic values of work. The WVI may be used with boys and girls in 
junior and senior high school, with college and university students, and with adults who 
have completed at least an elementary education. The inventory requires a fifth grade 
reading level (Super, 1970). Skaggs (1987) states the instrument has directions that are 
easily understood and a vocabulary that is simple but not offensive to executives or 
professional men and women.
The work values inventory includes 15 scales of work related values: creativity, 
management, achievement, surroundings, supervisory relations, way of life, security, 
associates, aesthetics, prestige, independence, variety, economic returns, altruism, and 
intellectual stimulation. These 15 scales are measured by 45 items which are assessed on 
a 5-point Likert-type scale ranging from one to five, for unimportant to very important 
respectively. The scores on the 15 WVI scales were expressed as mean scores (Avi- 
Itzhak & Ben-Shem, 1993).
Reliability is reported on 51 males and 48 females (total sample of 99) in the tenth 
grade. The smallest correlation was .43 where median is .65. Correlations greater than 
.70 occurred in one-third of the subscales. The intercorrelations between the scales range 
up to a highest of .66, the Economic Returns and Security scales having this highest 
correlation (Super, 1970).
Construct validity is demonstrated through correlations with the Strong and Kuder 
Interest Tnvpnt^ripc anH with rh* Albort Vemon-Lindzev Study of Values. Concurrent
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validity was demonstrated by data from occupational groups who had taken earlier forms 
of the test, forms differing sharply from the present test by featuring forced choices 
(Super, 1970).
Avi-Itzhak and Ben-Shem (1993) reported more recent reliability coefficients on 
220 freshmen enrolled in four educational programs leading to the allied and helping 
professions in six institutions of higher education. The internal consistency reliability 
coefficients ranged from .63 to .84 on all 15 WVI scales.. These values exceed the 
accepted minimum criterion of .60 (Cronbach, 1970). While some WVI scales were 
found to be more reliable than others, on the whole, results indicated that Super’s (1970) 
item-grouping sufficiently describes the interrelationships of the items comprising these 
scales. Avi-Itzhak and Ben-Shem also found that Super’s theory could be generalized to 
other settings and it did not threaten the internal consistency of the instrument and 
provided empirical support to the external validity of the theory and to the instrument 
representativeness (Avi-Itzhak & Ben-Shem, 1993).
Pata CQllectiQn .Procedures
A telephone call was made to program directors explaining the purpose of the 
study, importance of the study, importance of their participation, time required to 
complete the survey, and a copy of the survey instrument. A follow-up letter was sent to 
confirm this conversation and encourage participation.
After contact was made with each program director, coded Work Values 
Inventories and a cover letter were mailed to each participating residential facility. One
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inventory was coded with P indicating program director. All other inventories were 
coded with identification numbers. The cover letter explained: 1) procedures for the 
distribution of the survey, 2) purpose of the study, 3) data collection information, 4) 
dispersion of survey results.
The program director was requested to give the WVI at a staff meeting after they 
received the inventory. Each inventory was placed in an individual packet with the 
instructions to complete the inventory, return the inventory to the packet, seal the packet, 
and return the packet to the program director. This procedure was used to assure all 
residential workers confidentiality. The completed inventories were then returned to the 
researcher in the provided postage-paid envelope.
Data Analyses
All work value inventories were analyzed with the use of the Statistical Package 
for the Social Sciences (SPSS).
Descriptive statistics were used for all demographic information. A t-test was 
used to compare the mean scores on demographic variables such as gender and position 
to determine if they are significantly different from each other. This was measured by the 
WVI in the 15 fundamental areas. A significant level of .05 was used to determine if a 
statistic was significant or not. According to Gall, Borg, and Gall (1996), a t-test is used 
to compare the mean scores of two samples to determine whether they are significantly 
different from each other or from a specified population mean.
An analysis of variance (ANOVA) was used to test the significance of the
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relationship between work values and demographic variables such as age, educational 
levels, job classification, and length of service. The ANOVA was followed by Tukey’s 
Post-hoc Analysis to find groups containing significant differences. A significance level 
of .05 was used to determine if a statistic was significant or not.
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CHAPTER 4 
PRESENTATION AND ANALYSIS OF DATA
Imtodnetion
Chapter four presents the results and findings obtained from the data generated 
from residential employees and program directors in the First Tennessee District who 
completed the Work Values Inventory. Research hypotheses addressed and analyzed 15 
work values of residential employees and program directors’ perceptions of the 
residential employees work values.
Analysis of data in this chapter begins with a presentation of demographic data for 
all survey participants. Following the demographic data analysis, testing of each 
hypothesis will be discussed.
Demographic Information
During the Winter of 1996 and 1997, youth residential facilities in ail counties in 
the First Tennessee District were a part of this research study. All 23 residential facilities 
requested to participate in the research study returned inventories. Locations of the 
participating facilities included 7 in Washington County, 6 in Sullivan County, 6 in 
Greene County, 1 in Hamblen County, and 3 in Carter County.
Of 238 program directors, houseparents, and shift workers, 172 (72%) completed 
the Work Values Inventory. A demographic summary of the participants revealed that 
42% were male and 58% were female. Of the participants responding 14% were program
46
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directors and 86% were residential workers. Thirty-seven percent were between the ages 
of 26 and 35. The majority were full-time (89%). Over half (53%) had one to five years 
of service. Ninety-seven percent of the participants had at least a high school diploma. 
Seventy-six percent were residential employees. The following tables will present a 
comprehensive summary of each demographic variable.
Table 1 illustrates the number of program directors, shift workers, and 
houseparents by current position. This included 23 program directors, 85 shift workers, 
and 64 houseparents. Program directors are those usually responsible for program 
design, hiring and supervision of staff, and selection and termination of residents. Shift 
workers are usually those who work specific hours. They are usually responsible for 
school matters, visitation, medical services, groups, daily reports, and recreation. 
Houseparents are usually a married couple living in the home, with one or both 
responsible for day-to-day supervision of the youths.
TABLE 1
DEMOGRAPHIC INFORMATION BY CURRENT POSITION
Current Position # % Cumulative %
Houseparents 64 37 37
Shift Workers 85 49 86
Program Directors 23 14 100
Total 172 100
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Table 2 illustrates the number of males and females for program directors, shift 
workers, and houseparents. Eight males and 15 females constituted the 23 program 
directors. Forty-two males and 43 females comprised the 85 shift workers. Twenty-three 
males and 41 females encompassed the 64 houseparents.
TABLE 2
DEMOGRAPHIC INFORMATION BY GENDER
Position Male % Female % Total %
Houseparent 23 31 41 42 64 38
Shift Worker 42 58 43 42 85 49
Program Directors 8 11 15 15 23 13
Total 73 42 99 58 172 100
Participants were asked to identify demographic information concerning their age. 
Age groups were closely distributed among each level with the exception of the over 55 
age group. Table 3 provides a breakdown of each age group by position. The small 
number of participants in the over 55 age group can be attributed to the type of clients and 
the physical requirements of the job.
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DEMOGRAPHIC INFORMATION BY AGE
Age Program Director Shift Worker Housparents
f % f % f % Total %
18-25 0 0 23 59 16 41 100
26-35 10 16 35 56 18 29 100
36-45 8 23 13 37 14 40 100
46-55 3 12 12 46 11 42 100
Over 55 2 22 2 22 5 56 100
Total 23 14 85 49 64 37 100
Participants were asked to indicate their length of service as program directors or 
residential employees. The categories for length of service were less than one year, I to 2 
years, 3 to 5 years, 6 to 9 years, and 10 + years. Over three-fourths (76%) of the 
residential employees and program directors had less than five years of service. The 
remaining 24% had six or more years of service. These findings are presented in Table 4.
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DEMOGRAPHIC INFORMATION BY LENGTH OF SERVICE
Length of 
Service Houseparents
Shift
Workers
Program
Directors
f % f % f % Total %
Less than 
One Year 16 41 21 54 2 5 100
1 to 2 
Years 18 39 28 61 0 0 100
3 to 5 
Years 17 37 20 43 9 20 100
6 to 9 
Years 8 31 14 54 4 15 100
10+
Years 5 33 2 13 8 54 100
Total 64 37 85 49 23 14 100
Participants were asked to specify whether their current job classification was full­
time, part-time, or PRN (Part-time as Needed). One hundred and fifty-three (89%) 
participants were full-time and 19(11%) were part-time or PRN. Program directors were 
full-time and 87% of residential employees were full-time. A summary of the findings is 
presented in Table 5.
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DEMOGRAPHIC INFORMATION BY JOB CLASSIFICATION
Job
Classification Houseparents
Shift
Workers
Program
Directors
f % f % f % Total %
Full-time 57 37 73 48 23 15 100
Part-time 6 43 8 57 0 0 100
PRN 1 20 4 80 0 0 100
Total 64 37 85 49 23 13 100
Participants were asked to indicate how much education they had attained. The 
categories were less than high school diploma, high school diploma, associate degree, 
bachelors degree, and masters degree. Fifty-six percent of the sample had at least two 
years of college, four percent had less than a high school diploma, and 40 percent had a 
high school diploma. The large percentage of college educated employees could be 
attributed to employees working towards degrees and advanced degrees for the 
advancement in future careers. Table 6 gives a breakdown of these figures.
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DEMOGRAPHIC INFORMATION BY EDUCATION
Education Houseparents
Shift
Workers
Program
Directors
f % f % f % Total %
Less than 
H.S. Diploma 4 67 2 33 0 0 100
H.S.
Diplomas 38 56 30 44 0 0 100
Associate
Degrees 8 38 12 57 1 5 100
Bachelor
Degrees 14 22 33 51 18 27 100
Master
Degrees 0 0 8 67 4 33 100
Total 64 37 85 49 23 14 100
Note: H.S.= High School
Analysis fl£the Hypotheses.Iesting 
The t-test for independent samples was used to test Null Hypothesis 1, Null 
Hypothesis 2, and Null Hypothesis 7. One-way Analysis of Variance (ANOVA) was 
used to test Null Hypothesis 3 through Null Hypothesis 6. The ANOVA was followed by 
Tukey’s post-hoc analysis to find groups containing significant differences. An alpha 
level of .05 was used throughout all analyses.
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Null Hypothesis 1 addressed with the work values of residential employees and 
program directors’ perceptions of the residential employees’ work values. Null 
Hypotheses 2 through Null Hypothesis 7 identified variations in the work values of 
houseparents and shift workers when considering gender, age, job classification, length of 
service, educational level, and position. The 15 major areas of work values (creativity, 
management, achievement, surroundings, supervisory relations, way of life, security, 
associates, esthetics, prestige, independence, variety, economic return, altruism, and 
intellectual stimulation) were measured by requesting the participant to complete the 45 
item Work Values Inventory by marking their perception to each statement on a Likert 
scale. The Likert scale was comprised of “Unimportant,” “Of Little Importance,” 
“Moderately Important,” “Important,” and “Very Important.” These levels were coded 1 
through 5 respectively.
Hypothesis i
There are no differences between the work values of 149 residential employees 
and the 23 program directors’ perceptions of the residential employees’ work values.
Table 7 illustrates the results of the analysis of the 15 work values. A significant 
difference was found on three of the 15 work vaiues: creativity (t = 2.1 with 170 degrees 
of freedom), esthetics (t = 2.0 with 170 degrees of freedom), and surroundings (t = 2.0 
with 170 degrees of freedom). Therefore, the null hypothesis concerning creativity, 
esthetics, and surroundings was rejected. Achievement, altruism, associates, economic 
returns, independence, intellectual stimulation, management, prestige, security,
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supervisory relations, variety, and way of life, however, did not reveal a significant 
difference.
TABLE 7
WORK VALUES OF RESIDENTIAL EMPLOYEES AND PROGRAM DIRECTORS’ 
PERCEPTIONS OF RESIDENTIAL EMPLOYEES’ WORK VALUES
Work Values Program Directors Residential Employees t df p
Mean Mean
(n=23) (n=149)
Achievement 12 13 1.3 170 .205
Altruism 13 14 1.2 170 .232
Associates 11 11 0.2 170 .822
Creativity 10 11 2.1 170 .039*
Economic Return 12 13 0.9 170 .381
Esthetics 7 9 2.0 170 .044*
Independence 10 11 0.9 170 .387
Intellectual
Stimulation 11 12 1.8 170 .068
Management 9 9 0.1 170 .905
Prestige 10 10 1.3 170 .211
Security 11 12 1.3 170 .179
Supervisory
Relations 13 14 2.0 170 .052
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TABLE.Z*. LGonnzmedl_________________________________________
Work Values Program Directors Residential Employees t df p
Mean Mean
(n=23) (n=149)
Surroundings 11 12
Variety 10 11
Way of Life 13 13
♦Significant at ps .05
Hypothesis 2
There are no differences between the work values of male and female residential 
employees as scored by the WVI and DI.
Table 8 depicts the results of the independent t-test for this hypothesis. No 
significant differences were determined between the work values of male and female 
residential employees. Therefore, the null hypothesis concerning gender differences was 
not rejected.
2.0 170 .049*
0.4 170 .655
0.8 170 .422
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TABLE 8
VARIATIONS IN WORK VALUES OF RESIDENTIAL EMPLOYEES WHEN 
CONSIDERING GENDER DIFFERENCES
Work Values Male
X
Female
X
t df E
Achievement 12.9 12.9 .002 147 .999
Altruism 13.4 13.7 .914 147 .362
Associates 10.4 10.8 1.17 147 .246
Creativity 11.0 11.6 1.71 147 .089
Economic Return 13.2 12.3 1.07 147 .289
Esthetics 8.5 8.5 .187 147 .852
Independence 11.1 10.8 .555 147 .580
Intellectual
Stimulation
12.2 12.0 .311 147 .757
Management 9.5 9.3 .385 147 .701
Prestige 10.3 10.5 .567 147 .572
Security 13.2 12.0 1.44 147 .153
Supervisory
Relations
13.6 13.5 .463 147 .644
Surroundings 12.3 12.0 .669 147 .505
Variety 10.6 10.5 .253 147 .801
Way of Life 13.0 13.0 .220 147 .826
Note. N=172 *Significant with ps .05
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Hypothesis 3
There are no differences in the work values o f residential employees as measured 
by the WVI and DI when age is considered.
The ANOVA was used to determine if differences in the 15 work values exist 
among residential employees when age is considered a factor. Table 9 exhibits results of 
the analysis. A significant difference was evident on four of the 15 work values: 
economic returns F (4, 144) = 2.96; p < .022, independence F (4, 144) = 3.51; p < .009, 
intellectual stimulation F (4, 144) = 5.25; p < .001, and security F (4, 144) = 2.87; p < 
.025. Therefore, the null hypothesis concerning the work values economic returns, 
independence, intellectual stimulation, and security was rejected. Achievement, altruism, 
associates, creativity, esthetics, management, prestige, supervisory relations, 
surroundings, variety, and way of life, however, did not reveal any significant differences.
TABLE 9
VARIATIONS IN THE WORK VALUES OF RESIDENTIAL EMPLOYEES WHEN
CONSIDERING AGE DIFFERENCES
Work Values SS df MS F p
Achievement
Between 15 4 3.67 .853 .494
Within 620 144 4.30
Total 635 148
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TABLE 9. (Continued)
Work Values SS df MS
Altruism
Between 12 4 2.96 .734 .570
Within 581 144 4.03
Total 593 148
Associates
Between 47 4 11.80 2.20 .072
Within 772 144 5.40
Total 819 148
Creativity
Between 32 4 7.96 1.78 .137
Within 645 144 4.46
Total 677 148
Economic Return
Between 271 4 67.80 2.96 .022*
Within 3294 144 22.88
Total 3566 148
Esthetics
Between 42 4 10.45 .824 .512
Within 1825 144 12.68
Total 1867 148
Independence
Between 73 4 18.20 3.51 .009*
Within 748 144 5.19
Total 821 148
Intellectual
Stimulation
Between 99 4 24.80 5.25 .001*
Within 681 144 4.73
Total 780 148
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TABLE 9. CCo/itmed)
Work Values SS df MS F 12
Management
Between 38 4 9.47 1.82 .129
Within 750 144 5.21
Total 788 148
Prestige
Between 37 4 9.34 1.41 .235
Within 957 144 6.65
Total 994 148
Security
Between 287 4 71.65 2.87 .025*
Within 3597 144 24.98
Total 3884 148
Supervisory
Relations
Between 26 4 6.55 2.05 .091
Within 461 144 3.20
Total 487 148
Surroundings
Between 26 4 6.46 1.25 .294
Within 747 144 5.19
Total 773 148
Variety
Between 29 4 7.37 1.18 .322
Within 899 144 6.25
Total 928 148
Way of Life
Between 20 4 5.05 1.20 .313
Within 606 144 4.21
Total 626 148
Note. N=149 *Significant with p£ .05
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Tukey’s post-hoc analysis was conducted to determine where significant 
differences were to be found for the work values: Economic Return, Independence, 
Intellectual Stimulation and Security. Table 10 depicts the results of work value 
economic returns in comparison to the five area components of age. A significant 
difference was determined with a mean difference = 5.54; SE = 1.92; p = .032 between 
the age group over 55 and the age group 26-35; therefore, the null hypothesis was 
rejected. No significant differences were found between any other age groups.
TABLE 10
SUMMARY OF AREA COMPONENTS OF AGE FOR THE WORK VALUE
ECONOMIC RETURNS
Age (I) Age (J)
Economic Returns
Mean
Difference
SE e
18-25 26-35 1.57 1.01 1.000
36-45 .17 1.20 .878
46-55 1.19 1.26 .878
Over 55 3.97 1.96 .256
26-35 36-45 1.74 1.13 .536
46-55 2.77 1.19 .140
Over 55 5.54 1.92 .032*
36-45 46-55 1.02 1.36 .944
Over 55 3.80 2.03 .332
46-55 Over 55 2.78 2.07 .663
Note. I, J=Categories In Age Groups *Significant at p< .05
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Table 11 illustrates the results of work value independence in comparison to the 
five area components of age. Significant differences were found between the over 55 age 
group and age groups 18-25, 26-35, 36-45, and 46-55; therefore, the null hypothesis was 
rejected for these age groups. Age group over 55 and age group 18-25 presented a mean 
difference = 3.19; SE = .935; p = .006. Age group over 55 and age group 26-35 presented 
a mean difference = 3.09; SE = .916; p = .007. Age group over 55 and age group 36-45 
presented a mean difference = 3.44; SE = .966; p = .003. Age group over 55 and age 
group 46-55 presented a mean difference = 3.40; SE = .984; p = .005. No significant 
differences were found between any other comparison group (18-25, 26-35, 36-45, and 
46-55).
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TABLE 11
SUMMARY OF AREA COMPONENTS OF AGE FOR THE WORK VALUE
INDEPENDENCE
Age (I) Age (J)
Independence
Mean
Difference
SE &
18-25 26-35 0.11 .481 .999
36-45 -0.25 .570 .993
46-55 -0.21 .599 .997
Over 55 3.19 .935 .006*
26-35 36-45 -0.35 .539 .966
46-55 -0.32 .569 .981
Over 55 3.09 .916 .007*
36-45 46-55 3.54 .647 1.00
Over 55 3.44 .966 .003*
46-55 Over 55 3.40 .984 .005*
Note. I, J=Categories In Age Groups; *Significant at p?s .05
Table 12 displays the results of work value intellectual stimulation in comparison 
to the five area components of age. Significant differences were found between the age 
group of over 55 and the age groups 18-25,26-35, 36-45, and 46-55; therefore, the null 
hypothesis was rejected. Age group over 55 and age group 18-25 presented a mean 
difference = 3.85; SE = .892; p = .000. Age group over 55 and age group 26-35 presented 
a mean difference = 3.78; SE = .874; p = .000. Age group over 55 and age group 36-45 
presented a mean difference = 3.79; SE = .922; p = .000. Age group over 55 and age 
group 46-55 presented a mean difference = 4.01; SE = .938; p = .000. No significant
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differences were found between any other comparison group (18-25, 26-35, 36-45, and 
46-55).
TABLE 12
SUMMARY OF AREA COMPONENTS OF AGE FOR THE WORK VALUE 
INTELLECTUAL STIMULATION
Age (I) Age (J)
Intellectual Stimulation
Mean
Difference
SE 12
18-25 26-35 7.45 .459 1.000
36-45 5.98 .544 1.000
46-55 -0.15 .572 .999
Over 55 3.85 .892 .000*
26-35 36-45 -1.47 .514 1.000
46-55 -0.23 .543 .994
Over 55 3.78 .874 .000*
36-45 46-55 -0.21 .617 .997
Over 55 3.79 .922 .000*
46-55 Over 55 4.01 .938 .000*
Note. I, J=Categories In Age Groups; *Significant at ps .05
Table 13 displays the results of work value security in comparison to the five area 
components of age. A significant difference was determined with a mean difference = 
6.66; SE = 2.12; p = .015 between the age group of over 55 and the age group 36-45. 
Therefore, the null hypothesis was rejected for this group. No significant differences 
were found between any other comparison groups (18-25, 26-35, 36-45,46-55 and above 
55).
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TABLE 13
SUMMARY OF AREA COMPONENTS OF AGE FOR THE WORK VALUE
SECURITY
Age (I) Age (J)
Security
Mean
Difference
SE U
18-25 26-35 -0.32 1.05 .998
36-45 -1.93 1.25 .532
46-55 1.04 1.31 .932
Over 55 4.72 2.05 .144
26-35 36-45 -1.62 1.18 .649
46-55 1.36 1.25 .810
Over 55 5.04 2.01 .089
36-45 46-55 2.98 1.42 .220
Over 55 6.66 2.12 .015*
46-55 Over 55 3.68 2.16 .431
Note. I, J=Categories In Age Groups; *Significant at .05 
Hypothesis 4
There are no differences in the work values of residential employees as measured 
by the WVI and DI when length of service is considered.
The ANOVA was used to determine if differences in the 15 work values exist 
between residential employees when length of service is a factor. Table 14 exhibits the 
results of the analysis of the 15 work values. No significant differences were discovered 
to exist for any of the 15 work values; therefore, the null hypothesis was not rejected for 
all 15 of the work values.
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TABLE 14
VARIATIONS IN THE 15 WORK VALUES OF RESIDENTIAL EMPLOYEES 
WHEN LENGTH OF SERVICE WAS A FACTOR 
Work Values SS df MS F p
Achievement
Between 14 4
Within 620 144
Total 634 148
Altruism
Between 9 4
Within 583 144
Total 592 148
Associates
Between 17 4
Within 802 144
Total 819 148
Creativity
Between 35 4
Within 642 144
Total 677
Economic Return
Between 143 4
Within 3423 144
Total 3566 148
Esthetics
Between 104 4
Within 1763 144
Total 1867 148
Independence
Between 12 4
Within 809 144
Total 821 148
3.50 .811 .520
4.31
3.50 .580 .678
4.05
4.14 .742 .565
5.57
8.68 1.95 .106
4.46
35.69 1.50 .205
23.77
25.97 2.12 .081
12.25
2.92 0.52 .722
5.62
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TABLE _L4. -LGeatimted)
Work Values SS df MS
Intellectual
Stimulation
Between 15 4 3.64 0.69 .603
Within 765 144 5.32
Total 780 148
Management
Between 22 4 5.48 1.03 .394
Within 766 144 5.32
Total 788 148
Prestige
Between 30 4 7.62 1.14 .341
Within 964 144 6.70
Total 994 148
Security
Between 173 4 43.30 1.68 .158
Within 3710 144 25.76
Total 3883 148
Supervisory
Relations
Between 22 4 5.44 1.68 .157
Within 465 144 3.23
Total 487 148
Surroundings
Between 9 4 2.21 0.42 .796
Within 764 144 5.31
Total 773 148
Variety
Between 14 4 3.57 0.56 .690
Within 915 144 6.35
Total 929 148
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TABLE 14*—Continued
Work Values SS df MS F P
Way of Life
Between 4 4 1.03 0.24 .917
Within 622 144 6.35
Total 626 148
Note. N=149 ^Significant with ps .05 
Hypglhesis.5
There are no differences in the work values of residential employees as measured 
by the WVI and DI when educational level is considered.
Table 15 exhibits the results of the analysis of the 15 work values. A significant 
difference was detected to exist on two of the 15 work values: intellectual stimulation F 
(4, 144) = 4.58; p < .002 and surroundings F (4, 144) = 3.47; p < .010. Therefore, the 
null hypothesis concerning the work values intellectual stimulations and surroundings 
was rejected. Achievement, altruism, associates, creativity, economic return, esthetics, 
independence, management, prestige, security, supervisory relations, variety, and way of 
life, however, did not reveal any significant differences.
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TABLE 15
VARIATIONS IN THE WORK VALUES OF RESIDENTIAL EMPLOYEES WHEN 
CONSIDERING EDUCATIONAL LEVELS
Work Values SS df MS F g
Achievement
Between 29 4 6.96 1.65 .520
Within 606 144 4.21
Total 635 148
Altruism
Between 19 4 4.73 1.19 .318
Within 574 144 3.98
Total 593
Associates
Between 47 4 11.75 2.19 .073
Within 772 144 5.36
Total 819 148
Creativity
Between 12 4 3.03 .657 .624
Within 665 144 4.62
Total 677 148
Economic Return
Between 79 4 19.74 .815 .517
Within 3486 144 24.21
Total 3565 148
Esthetics
Between 94 4 23.47 1.91 .113
Within 1773 144 12.31
Total 1867 148
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Table 15 (Continued)
Work Values SS df MS
Independence
Between 44 4 11.10 2.06 .089
Within 776 144 5.39
Total 820 148
Intellectual
Stimulation
Between 88 4 22.01 4.58 .002*
Within 692 144 4.80
Total 780 148
Management
Between 15 4 3.85 0.72 .582
Within 773 144 5.37
Total 788 148
Prestige
Between 17 4 4.23 0.62 .647
Within 978 144 6.79
Total 995 148
Security
Between 152 4 38.03 1.47 .215
Within 3731 144 25.91
Total 3883 148
Supervisory
Relations
Between 19 4 4.66 1.43 .226
Within 468 144 3.25
Total 487 148
Surroundings
Between 68 4 16.98 3.47 .010*
Within 764 144 5.31
Total 773 148
Variety
Between 16 4 4.02 0.64 .639
Within 913 144 6.34
Total 929 148
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TABLE 15 (Continued)
Work Values SS df MS F ft
Way of Life
Between 16 4 3.93 0.93 .450
Within 610 144 4.24
Total 626 148
Note. N=149 *Significant at p< .05
Tukey’s post-hoc analysis was conducted to determine where significant 
differences were found for work values intellectual stimulation and surroundings. Table 
16 depicts results of work value intellectual stimulation in comparison to the five area 
components of educational level. Significant differences were found between the 
categories less than high school diplomas and high school diplomas, bachelor degrees, 
and master degrees. The less than high school and the high school diplomas comparison 
had a mean difference = -3.21; SE = .933; p < .005. The less than high school and the 
bachelor degrees comparison had a mean difference = -3.19; SE = .950; p < .007. The 
less than high school and the master degrees comparison had a mean difference = -4.88; 
SE = 1.18; p < .000. Therefore, the null hypothesis was rejected for each of these 
components. No significant differences were found between the categories high school 
diplomas, associate degrees, bachelor degrees, and master degrees.
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TABLE 16
SUMMARY OF AREA COMPONENTS OF EDUCATIONAL LEVEL FOR THE 
WORK VALUE INTELLECTUAL STIMULATION
Intellectual Stimulation
Educational (I) Educational (J) Mean SE &
Level Level Difference
Less than H.S. H.S. Diplomas -3.21 0.93 .005*
Diplomas
Associate Degrees -2.65 1.02 .071
Bachelor Degrees -3.19 0.95 .007*
Master Degrees -4.87 1.18 .000*
High School Associate Degrees 0.56 0.56 .857
Diplomas
Bachelor Degrees 1.44 0.42 1.000
Master Degrees -1.67 0.82 .248
Associate Degrees Bachelor Degrees -0.54 0.56 .857
Master Degrees -2.22 0.92 .108
Bachelor Degrees Master Degrees -1.68 0.84 .262*
Note. I, J=Categories In Age Groups; *Significant at ps .05
Table 17 projects work value surroundings in comparison to the five area 
components of educational level. A significant difference was found between the high 
school diplomas and bachelor degrees categories. The high school diplomas and bachelor 
degrees comparison had a mean difference = 1.44; SE = 0.42; p < .005. The null 
hypothesis is therefore rejected for this area components. No significant difference was
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found between any other components in this variable. The null hypothesis is therefore 
not rejected on other component areas.
TABLE 17
SUMMARY OF AREA COMPONENTS OF EDUCATIONAL LEVEL FOR THE
WORK VALUE SURROUNDINGS
Surroundings
Educational (I) Educational (J) Mean SE
Level Level Difference
Less than H.S. H.S. Diplomas -1.38 0.94 .581
Diplomas
Associate Degrees -0.72 1.02 .957
Bachelor Degrees 5.67 0.96 1.00
Master Degrees -1.67 1.20 .631
High School Associate Degrees 0.67 0.56 .757
Diplomas
Bachelor Degrees 1.44 0.42 .005*
Master Degrees -0.28 0.83 .997
Associate Degrees Bachelor Degrees 0.77 0.60 .686
Master Degrees -0.95 0.93 .843
Bachelor Degrees Master Degrees -1.72 0.85 .249
Note. I, J=Categories In Age Groups; *Significant at p£ .05
Hypothesis 6
There are no differences in the work values of residential employees as measured 
by the WVT and DI when job classification is considered.
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Table 18 exhibits the results of the analysis of the 15 work values. A significant 
difference was determined to exist on two of the 15 work values: independence F (2, 146) 
= 3.20; p < .044 and intellectual stimulation F (2, 146) = 4.90; p < .009. Therefore, the 
null hypothesis concerning work values independence and intellectual stimulation was 
rejected. Achievement, Altruism, associates, creativity, economic return, esthetics, 
management, prestige, security, supervisory relations, surroundings, variety, and way of 
life, however, did not reveal a significant difference.
TABLE 18
VARIATIONS IN THE WORK VALUES OF RESIDENTIAL EMPLOYEES WHEN 
CONSIDERING JOB CLASSIFICATION
Work Values SS df MS F E
Achievement
Between 2 2 0.79 0.18 .834
Within 633 146 0.33
Total 635 148
Altruism
Between 4 2 2.06 0.51 .601
Within 588 146 4.03
Total 592 148
Associates
Between 5 2 2.38 0.43 .654
Within 814 146 5.58
Total 819 148
Creativity
Between 3 2 8.68 1.95 .106
Within 673 146 4.46
Total 676 148
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TABLE 1$ .(Continued).
Work Values SS df MS
Economic Return
Between 25 2 12.39 0.51 .601
Within 3541 146 24.25
Total 3566 148
Esthetics
Between 32 2 15.93 1.28 .285
Within 1835 146 12.57
Total 1867 148
Independence
Between 34 2 17.24 3.20 .044*
Within 786 146 5.38
Total 820 148
Intellectual
Stimulation
Between 49 2 24.52 4.90 .009*
Within 731 146 5.01
Total 780 148
Management
Between 6 2 2.96 0.55 .577
Within 782 146 5.36
Total 788 148
Prestige
Between 8 2 4.18 0.62 .540
Within 986 146 6.75
Total 994 148
Security
Between 29 2 14.64 1.68 .576
Within 3853 146 26.40 0.55
Total 3882 148
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
75
TABLE IS (CQntinuedl
Work Values SS df MS F e
Supervisory
Relations
Between 4 2 5.44 1.68 .157
Within 465 146 3.23
Total 487 148
Surroundings
Between 1 2 0.40 0.08 .926
Within 773 146 5.29
Total 774 148
Variety
Between 23 2 11.48 1.85 .161
Within 906 146 6.21
Total 929 148
Way of Life
Between 1.6 2 7.80 0.00 .998
Within 626 146 4.29
Total 626 148
Note. N=149 *Significant with ps .05
Tukey’s post-hoc analysis was conducted to discover significant differences for 
the work values intellectual stimulation and surroundings. Intellectual stimulation had a 
mean difference = 1.88; SE = .63; p < .008. Table 19 delineates the results of work value 
intellectual stimulation in comparison to the three district components of job 
classification. Significant differences were found between full-time and part-time 
residential employees; therefore, the null hypothesis was rejected for full-time and part- 
time employees. No significant differences were found between full-time and PRN (Part- 
time As Needed) and part-time and PRN; therefore, the null hypothesis was not rejected
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for these components.
TABLE 19
SUMMARY OF AREA COMPONENTS OF JOB CLASSIFICATION FOR THE 
WORK VALUE INTELLECTUAL STIMULATION
Intellectual Stimulation
Job (I) Job (J) Mean SE 12
Classification Classification Difference
Full-time Part-time 1.88 0.63 .008*
PRN -0.76 1.02 .736
Part-time PRN -2.64 1.17 .060
♦Significant at .05
Table 20 outlines the results of work value independence in comparison to the 
three area components of job classification. Significant differences were found between 
full-time and part-time residential employees. Independence had a mean difference = 
1.62; SE = 0.65; p < .036. Therefore, the null hypothesis was rejected for full-time and 
part-time employees. No significant differences were found between full-time and PRN 
(Part-time As Needed) and Part-time and PRN.
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TABLE 20
SUMMARY OF AREA COMPONENTS OF JOB CLASSIFICATION FOR THE
WORK VALUE INDEPENDENCE
Job (I)
Classification
Job (J)
Classification
Independence
Mean
Difference
SE £
Full-time Part-time
PRN
1.62
0.72
0.65
1.06
.036*
.777
Part-time PRN -0.90 1.21 .737
*Significant at p£ .05
Hypothesis.!
There are no differences in the work values of residential employees as measured 
by the WVI and DI when position is considered.
Table 21 illustrates the results of the analysis of the 15 work values when position 
is considered. Significant differences were determined to exist on three of the 15 work 
values: economic returns, intellectual stimulation, and security. Therefore, the null 
hypothesis concerning the work values, economic returns, intellectual stimulation, and 
security was rejected. Achievement, altruism, associates, creativity, esthetics, 
independence, management, prestige, supervisory relations, surroundings, variety, and 
way of life, however, did not reveal significant differences.
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WORK VALUES OF RESIDENTIAL EMPLOYEES WHEN CONSIDERING
POSITION
Work Values Houseparents
Mean
Shift Workers 
Mean
t df 12
Achievement 12.83 12.94 0.33 147 .743
Altruism 13.46 13.65 0.54 147 .590
Associates 10.73 10.54 0.50 147 .621
Creativity 11.16 11.53 1.06 147 .293
Economic Return 11.41 13.67 2.85 147 .005*
Esthetics 8.19 8.78 1.00 147 .318
Independence 10.47 10.94 1.21 147 .230
Intellectual
Stimulation 11.38 12.62 3.40 147 .001*
Management 9.02 9.70 1.82 147 .071
Prestige 10.39 10.53 0.54 147 .590
Security 11.55 13.25 2.03 147 .045*
Supervisory
Relations 13.42 13.62 0.67 147 .504
Surroundings 12.25 12.05 0.54 147 .593
Variety 10.08 10.84 1.84 147 .060
Way of Life 13.05 13.01 0.10 147 .918
Note. N=172 *Significant at ps .05
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Summary
This chapter presented a descriptive and statistical testing analysis of data 
gathered from 172 participants in the First Tennessee District on the work values of 
residential EMPLOYEES and program directors’ perceptions of the employees work 
values. The descriptive analyses included demographic information concerning gender, 
age, educational levels, length of service, job classification, and current position. 
Statistical testing analyses were presented on discrepancies between the work values of 
149 residential employees and 23 program directors’ perceptions of the work values of 
residential employees and variations in the work values of 149 residential employees 
when factors such as gender, age, educational levels, length of service, job classification, 
and current position were considered. Recommendations and conclusions are presented 
in Chapter 5.
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CHAPTER 5
SUMMARY, FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
Chapter five is presented in four sections: summary, findings, conclusions, and 
recommendations. The summary of the study presents the purpose of the study, the 
significance of the study, and methods employed. Findings present results derived from 
the Work Values Inventory (WVI) on 172 residential employees and program directors. 
Conclusions of the study are drawn from the findings. Recommendations are suggested 
for the results of this study and for conducting future studies.
Summary
Primary focus of this study was to assess discrepancies between residential 
employees’ work values and program directors’ perceptions of the residential employees 
work values. In addition, work values of residential employees were analyzed in an 
attempt to identify variations when gender, age, educational level, length of service, job 
classification, and current position were considered. The study was undertaken to assist 
in developing a clear understanding of the work values of residential employees in the 
First Tennessee District for the purpose of enhancing the administrator-associate 
relationship and to determine factors in the work setting that might contribute to more 
productive, satisfied, motivated, long-term employees.
80
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In a review of the literature conducted for this research, it was determined that 
work values could affect the culture of the organization, the job satisfaction of the 
employees, and the motivation of employees. Box, Odom, and Dunn (1991) suggest that 
one major influence of a residential facility’s culture is its system of values. Drummond 
and Stoddard (1990) assert that work values are linked to job satisfaction in that 
fulfillment of work values leads to job satisfaction and failure to fulfill work values leads 
to job dissatisfaction. Locke (1991) affirms that work values can be viewed as the link 
between needs and action. Work values motivate action.
Data were gathered from 172 program directors and residential employees in the 
First Tennessee District by use of the Work Values Inventory. One hundred seventy-two 
participants represent a 72% response rate. This rate was determined to be acceptable for 
the purpose of this study.
Findings
The following findings are presented as the result of the analyses and consequent 
interpretations of data generated from the returned inventories.
A summary of the findings for the research hypotheses is presented below: 
Hypotheses
1: There are no differences between the work values of residential employees and
program directors’ perceptions of the residential employees, work, valuer
The null hypothesis concerning work values creativity, esthetics, and surroundings 
was rejected. Residential employees scored higher on the work values creativity,
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esthetics, and surroundings than program directors perceived they would.
This study failed to reject the null hypothesis on the work values achievement, 
altruism, associates, economic returns, independence, intellectual stimulation, 
management, prestige, security, supervisory relations, variety, and way of life.
2: There are no differences between the work values of male and female residential
employees as .measured byihe. WYLand 1)1
This study failed to reject the null hypothesis concerning gender differences 
within the 15 work values. No significant differences were determined between male and 
female residential employees on all 15 work values.
3: There are no differences in the work values of residential employees when age is
considered as_measured ,fayjhe.WYLand-DI..
The null hypothesis concerning work values economic returns, independence, 
intellectual stimulation, and security was rejected. The over 55 age group valued 
economic returns much less than the 26-35 age group. Over 55 age group valued 
independence less than the 18-25, 26-35, 36-45, and 46-55 age groups. Over 55 age 
group valued intellectual stimulation less than 18-25, 26-35, 36-45, and 46-55 age groups. 
Over 55 age group valued security less than the 36-45 age group. The significant 
differences between the over 55 and other age groups could be attributed to the small 
number of over 55 participants or the different life stages of the employees. Employees 
in other age groups may be preoccupied with interests other than work.
This study failed to reject the null hypothesis for the work values achievement, 
altruism, associates, creativity, esthetics, management, prestige, supervisory relations,
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surroundings, variety, and way of life.
4: There are no differences in the work values of residential employees when length
of service is considered as measured bv the WVI and PI.
This study failed to reject the null hypothesis concerning length of service for all 
15 work values. No significant differences were discovered to exist for length of service 
for residential employees.
5: There, are .no differences in the work values of residential employees when
educational level is considered as measured by the WVI and PI
The null hypothesis concerning work values intellectual stimulation and 
surroundings was rejected. Residential employees with less than a high school diploma 
placed less value on intellectual stimulation than employees with high school diplomas, 
bachelor degrees, and master degrees. High school diploma employees placed more 
significance on their surroundings than bachelor degree residential employees.
This study failed to reject the null hypothesis concerning work values 
achievement, altruism, associates, creativity, economic return, esthetics, independence, 
management, prestige, security, supervisory relations, variety, and way of life.
6: There are no differences in the work values of residential employees when job
classification_is considered as measured bv the WVI and PI.
The null hypothesis concerning work values independence and intellectual 
stimulation was rejected when job classification was considered. Full-time residential 
employees placed greater merit on independence and intellectual stimulation than part- 
time employees.
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This study failed to reject the null hypothesis for work values achievement, 
altruism, associates, creativity, economic returns, esthetics, management, prestige, 
security, supervisory relations, surroundings, variety, and way of life.
7: There are no differences in the work values of residential employees when
position is considered as measured by the WVI and PI.
The null hypothesis concerning the work values economic returns, intellectual 
stimulation, and security was rejected. Shift workers placed more merit on economic 
returns, intellectual stimulation, and security than houseparents.
This study failed to reject the null hypothesis concerning the work values 
achievement, altruism, associates, creativity, esthetics, independence, management, 
prestige, supervisory relations, surroundings, variety, and way of life.
Conclusions
Conclusions that were derived from results of this study are:
1. Data from the WVI indicated significant differences between the work values of 
residential employees and program directors’ perceptions of the residential 
employees’ work values on creativity, esthetics, and surroundings.
2. Program directors responses were parallel to the more highly esteemed work 
values of altruism, supervisory relations, way of life, achievement, and economic 
returns as were with residential employees.
3. There are no differences between male and female employees on the 15 work 
values.
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4. Residential employees over the age of 55 value the work values economic returns, 
independence, intellectual stimulation, and security less than other age groups.
5. There are no differences in the work values of residential employees with more or 
less years of service.
6. More educated residential employees placed greater emphasis on intellectual 
stimulation.
7. High school graduates placed more emphasis on surroundings than bachelor 
degree graduates.
8. Full-time residential employees placed more emphasis on independence and 
intellectual stimulation.
9. Shift workers placed more value on economic returns, intellectual stimulation, 
and security than houseparents.
10. Program directors accurately perceived the work values of residential employees 
on achievement, altruism, associates, economic return, independence, intellectual 
stimulation, management, prestige, security, supervisory relations, variety, and 
way of life.
Recommendations
Based on the findings of this study, the following recommendations are offered:
1. Program directors are commended on their ability to accurately perceive the work
values of residential employees. However, program directors underestimated the 
work values creativity, esthetics, and surroundings. Therefore, it is recommended
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that program directors include residential employees in the decision making 
processes concerning programmatic issues. This allows employees the 
opportunity to participate in the planning process and utilize their talents for 
innovative changes. This collaboration could improve the delivery of services to 
the clients as well as improve present working conditions.
2. Findings suggest that residential employees have an eminent need for 
achievement. It is therefore recommended that program directors have an 
understanding of what motivates individual employees. This can be done by 
allowing residential employees to communicate their personal goals in relation to 
the goals of the facility. They should be given support and the autonomy to 
achieve these goals. Achievement oriented employees should also be given 
additional responsibilities and challenging tasks. Additionally, it is recommended 
a system of promotion be instituted for residential employees. Current systems 
have no horizontal or vertical advancement for residential employees.
3. Findings suggest that residential employees have a high need for altruism. This
indicates that the employees have a strong need to contribute to the welfare of 
others. It is recommended that program directors give positive feedback such as 
verbal praise, recognition, and esteem for a job well done. It is also recommended 
that program directors communicate to residential employees success stories of 
previous residents.
4. Residential employees indicated that supervisory relations were consequential for
a congenial work environment. Program directors should explore avenues toward
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creating effective channels of communication such as an open door policy, 
intermittent performance appraisals, and consensus building. Additionally, 
program directors should opt to establish a closer professional and personal 
association with employees.
5. Residential employees indicated that economic return was of paramount 
importance. Program directors should offer employees incentives such as 
comprehensive benefit packages, monetary incentives, career advancement, cross 
training, and educational remuneration.
6. Residential employees accentuated the importance of way of life as it relates to
job expectations. Program directors need to limit the number of hours any one 
individual can work and still be productive. Additionally, program directors 
should develop informal social events to increase employee morale. Moreover, it 
is incumbent that employees experience diverse revitalizing activities that will 
assist them in recovering from the exhausting demands of the job.
7. Intellectual stimulation provides employees with opportunities to engage in 
critical thinking and introspection. Program directors should provide 
professional development projects that focus on crisis intervention, stress 
reduction exercises, and assertiveness training. Program directors efforts must be 
aimed at creating alliances, partnerships, and linkages with community resources.
8. It is recommended that this study be replicated to include other geographical 
regions, diverse programs, and religious based residential programs, to compare 
with the outcomes of this study. Additional areas of research would explore the
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perceptions of advanced aged employees concerning work values, perceptions of 
the quality of services as perceived by adolescents, and differences in 
surroundings based on education.
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Demographic Information
Please check one answer for each of the following:
1. Current Position:
 Houseparent
 Shift Worker
 Program Director
2. Age:
 18-25
 26-35
 36-45
 46-55
 over 55
3. Gender:
 Male
 Female
4. Length of Service:
 Less than 1 year
 1 to 2 years
 3 to 5 years
 6 to 9 years
 10+ years
5. Educational Level:
 Less than high school diploma
 High school diploma
 Associates degree (2 years)
 Bachelor's degree
 Master’s degree
 Doctorate degree
6. Job Classification:
 Full-time
 Part-time
 PRN (Part-time As Needed)
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VTTA
Address:
Personal Data:
Education:
Professional
Experience:
Memberships:
Trinetia L. Respress
402 E. Mountain View Rd. #6 
Johnson City, TN 37601
Date o f Birth: March 3, 1967
Place of Birth: Chicago, Illinois
Marital Status: Married
Public Schools, Chicago, Illinois, Calumet Park, Illinois, 
Ooltewah, Tennessee 
West Georgia College, Carrollton, Georgia; business 
administration, B. A., 1989.
Tennessee Technological University, Cookeville, Tennessee, 
educational psychology/agency counseling, M.A., 1994. 
East Tennessee State University, Johnson City, Tennessee, 
educational leadership and policy analysis, Ed.D., 1997.
Substitute Teacher, Clayton County School System, 1989-1990 
Substitute Teacher, Griffin Spalding School System, 1988-1990 
Assistant Manager, Little Caesar’s Incorporated, 1989-1990 
Assistant Manager, Eckerd Drugs Incorporated, 1990-1992 
Research Assistant, Tennessee Technological University, 1992- 
1994
Rehabilitation Assistant, Plateau Mental Health Adolescent and 
Diagnostic, 1992-1994 
Crisis Companion, Plateau Mental Health Crisis Center, 
Cookeville, Tennessee, 1993-1994 
Researcher, Appalachian Educational Laboratory, 1996-1997 
Research Consultant, East Tennessee State University 
Counseling Center, 1996-1996 
Research Assistant, East Tennessee State University, 1994-1997 
Associate Supervisor, East Tennessee State University Testing 
Center, Johnson City, Tennessee, 1994-1997 
Resident Counselor, Watauga Mental Health Diagnostic and 
Evaluation, Johnson City, Tennessee, 1994-1997
Association for Supervision and Curriculum Development 
Superintendent Leadership Development Program
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Tennesee Counseling Association 
Dean’s Student Advisory Council
Hobbies
Interests:
Sigma Gamma Rho Sorority Incorporated 
Black Student Alliance 
Chapel Hill Harvester
dining
movies
swimming
tennis
basketball
reading
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